Introduction
The increasing cultural diversity creates challenges for individuals and organizations all over the world. A sizeable body of research is focused on the cross-cultural communication patterns shown by managers (Hofstede, 2001) , expatriates, multinational teams (Earley and Gibson, 2002) , the impact of the international organizations (Boli, 1997) , cultural intelligence (Ang and Van Dyne, 2008) , crosscultural transferability of cultural assessment tools (Barnes, Buko, Johnson, 2012) . However, relatively little research is focused on the key competencies of the successful International Non-governmental Organizations (INGO) managers of cross-cultural teams. The understanding of the perceptions of the competencies and necessary
Method
A qualitative study has been carried out in the Ukraine and in the USA. The key research instrument is the semi-structured interview guide. 22 INGO managers have been selected from the Ukrainian INGOs using criterion sampling. The phenomenological approach has been used to for the study. The phenomenology as a way to provide meaning to individual life experiences regarding a concept or phenomena. According to Creswell, the qualitative research is conducted with individuals when we wish to 'hear their voices' and to stimulate individuals to 'share their stories' (Creswell, 2007, p. 40) .
Samples and procedures
The data were collected from 22 professionals: 83 percent male, average age -35 years old, average job tenure -2.6 years (see Appendix I). The interviews were conducted from December 2005 to January 2006 in Ukraine and in the USA. The sample consisted of 12 top managers (expatriates) holding positions in the American INGOs and 10 Ukrainian top managers, projects leaders in the INGOs, The research was conducted right after The Orange Revolution, the landmark event in the modern history of Ukraine, taken place between November 2004 and January 2005. The Ukrainian Sociological Monitoring specifies social changes of that timeframe focused on the developing of an open society, cultural exchange, market economy and democratic-based organizations. These aspects reflect the scope of work and vision of the INGOs in Ukraine. The key impact of the revolution was a new direction of change -the vector of 'democratization and development' (Golovakha, Panina, 2009) . The post revolutionary years demonstrated interesting coherence between the market shifts, social changes, consciousness and structure, institutional quality and political accountability. Ukrainians experienced inflation of expectations as for [2004] [2005] and then mass disappointment due to the political turmoil and deregulation and economical crisis (Kutsenko, 2009) . The current state of the Ukrainian society after 8 years since the data collection of research project indicated a need to study new perceptions of competency framework of international managers in 2013, especially taking into consideration EuroMaidan events in Ukraine in November 2013 (strikes all over the country for European integration, for democracy and civic society in Ukraine).
The research is focused on managers from the International NonGovernmental Organizations, Non-Profit Foundations, Representative Offices of Development Programs, operating in Ukraine within the international development support initiatives funded by external European and American sources. This sector is also defined as a 'third sector' in Ukraine.
The international third sector in Ukraine is represented by branches and subsidiaries of foundations and agencies, international nonprofit non-governmental organizations (INGO). The key aspect of personnel management in the organizations of such a type is that a foreigner (expatriate) is often at the head of a regional office. Expatriates usually possess necessary language and managerial skills and demonstrate record of living in the local country.
In most of the INGOs the top managerial positions are held by Americans, and the middle managers and employees are, mainly, locals from Ukraine. All the respondents of the research project hold the positions of managers (from the director of an office to a program coordinator). There were also two different types of The American managers: the directors assigned to an office for the specified time period for the implementation of the program in the country with the further transfer to another region, and the managers who settled down in Ukraine (Buko, 2008) .
Three-dimensional competency framework of the INGO managers
The results of the qualitative research project demonstrate a consistent pattern of three perceived mandatory competencies: communicative competence, intercultural and linguistic competence.
US perception on the competencies of the INGO managers
The conducted research data reveals that most of the INGO managers-expats do not have business education background; they often hold liberal arts degrees with wide scope of cross-cultural work experience in other countries that constantly increase their professional level via trainings and workshops.
To advance, managers in business world often return to universities after the timeframe of 3-5 years of practical experience to receive an МВА (Маster's Degree in Business Administration) degree in the area of business administration. The alternative of the МВА for the third sector managers (INGOs) is the МРА (Master's Degree in Public Administration), which is a master's degree in the sphere of social administration or the МРР (Master of Public Policy), which is a master's degree in the sphere of social politics. The following classes are included into the curriculum: "International Relations ", "International Law", "International Management", "International Marketing and PR", "Cross-cultural Management", "Information Management," "Fundraising".
Research results demonstrated that in their majority western managers-expats who have arrived to work to Ukraine, have liberal arts degrees, previous work experience in the international third sector and speak Russian fluently. At the same time, the main majors which respondents-top-managers of the INGO acquired, are Russian and literature; studies of USSR and Post-Soviet World; political science of the Post-Soviet countries; international relations; international political science; history and theory of art; world history. This is a good demonstration that INGO managers' education does not focus on business management. The key areas of education and skill set are within socio-cultural and political issues -this has a direct influence on the development of cultural competence of the managers of the INGOs.
Listed above university majors acquired by INGO managers usually offer a "semester abroad" programs. These international modules within the program offer visits to the region, work in a partner organization and some basic linguistic training. As a result a student receives general theoretical knowledge and a semester of crosscultural practical interaction. Social awareness and humanitarian values are also recognized as essential aspects during INGO HR recruitment strategies. An interview quote below demonstrates this vision of INGO manager well: "I also think, that another important managerial issue of hiring someone for an international NGO is a level of dedication one has. You can have a very skilled employee, but if they are not dedicated to what you are doing, particularly in the field of international NGO, and it is very different from business, if they are not dedicated (no necessarily to the ideal, but at least to that specific project and their specific role in a project) no matter how skilled they and no matter how smart they are, they will not be able to give the manager, what that NGO manager expects. That starts sort of with the people." C. V. (a top-manager).
All of the expats commented on their values and shared vision of development values within projects. Interviews data shows a high level of job satisfaction due to humanitarian nature of INGO projects. A self-reflection of the role and mission of individual manager is provided in the review below: "I always wanted to work abroad and do good things for people. I always knew that there are developed countries and developing countries in the world. There are geographical issues that influence life level of people. I think that it is wrong just to work for personal benefit and ignore this knowledge. My work made this country a better place to live. I worked on this project, because of my ideology. I also noticed, that expat managers, working on the international project realize their roles and project humanitarian mission. This is impressive." (M.W., top manager).
In international NGOs managers are often transferred from one cultural-geographical region into another. Due to relocation it's essential to remember about the need for cross-cultural competence development for different cultures. It becomes particularly important when a manager is transferred from one country to another (for example, from Ukraine to Central Asia). In such cases the courses of 'socio-cultural orientation' are organized for the retraining of the specialists. A quote from the INGO manager below demonstrates this perception very well: "I also think that international manager should be aware of cultural differences. I think that it is huge. Particularly in this part of the world. If American is going to London, there would still be a cultural differences. But already a language barrier to some degree is not as high. Coming to this part of the world, particularly at a time when this part of the world is changing so quickly and so greatly, I think, that language training and cultural training, that one receives, is extremely important. Only this would help a manager really understand the people that they are working with, the society they are living in." (C.V., manager)
Another quote from US manager adds more details about specifics of on-the-job training and education: "I have the bachelors degree in communication and criminal justice. I have a masters degree in Marketing with the specialization in advertising and public relations. I have graduate courses in Central Asian studies and then various US government professional trainings through US Peace Core as well as through US department of State. For example: Asia political economic trade, writing courses, language courses and public speaking courses." (J.D. Manager). So what I found in both regions, before I started to work, there was no clearly defined mission at local level. So it was my job to create that idea. what I do as a non-profit manager is that I set clear goals for all staff and communicate these goals. And then I follow up to see, that they are accomplishing these goals" (C.G., top manager).
Communicative clashes could be spotted at different levels during project implementation -from the field office -all the way up to the headquarters of the INGO. Interview fragment below provides a good summary: "Мanager from field office might have the challenge of communicating to the main office and justifying why things are being run the way they are. This NGO manager may find frustration with the upper management who are not in touch with the culture. Both types of NGO managers have to find balance between the host organization and the local arm of the organization, but they will usually do so from different perspectives (depending on how much each knows about the other's culture)." (P.P., manager).
An integral part of any professional INGO manager training is language training. All of the respondents stressed importance of linguistic skills for successful project implementation in the regions. The quote below reflects on the level of trust built between locals and linguistically competent expatriate managers: "If you do not speak the language, you see and analyze everything thought a mediator. It is important for a manager also to speak the language of your staff and also speak the language of regional partners." (M.W., top manager).
Even though majority of local staff speaks English within international NGOs, expatriates still emphasize importance of local language understanding. A quote below defines how manager is trying to bridge the language gap and eliminate any communicative clashes: "My job is basically translate American goals into Ukrainian reality. So for me, language is an extremely important part of that. Even if I am mostly dealing with staff in English, knowing Russian helps me understand what they mean, when they make mistakes in English or express things in a certain way. I found, that it is a big handicap for American managers, who have weak Russian or weak Ukrainian. It really slows down communication" (C.G., top manager).
Overall, language is perceived by expatriates as an essential tool for integration into the culture and successful implementation of the INGO mission, vision and goals: "WE (managers) need to be constantly learning through English language, through newspapers or contacts with colleagues about the economic and politics and the culture -things that influence the life. And language, off cause, being the carrier of cultural and religious values and morals. In our work of managers in the international team communication is an absolute bedrock, central point of culture and tradition -everything is based on the language." (J.D., manager).
The research conducted with managers-expats in the INGO demonstrated that in their majority, expat managers who arrived at Ukraine to work, usually have liberal arts education, have practical experience of work in the international third sector and speak Russian (Ukrainian) fluently. It has been noted that the basic high liberal education is the basis of cross-cultural competence for work of a manager in the INGO, as, in particular, it allows to perceive other cultures better and carry our vision of the organization in the local country.
Ukrainian perceptions on INGO manager competencies
To have a more consistent and balanced representation of the 'ideal model' of work it is also important to look at the perception of Ukrainian managers. The professional competency profile of a manager of the INGO form local perspective is reflected in the indepth interview quotes below. This help form a more balanced 'a portrait of a manager of the international third sector'.
The managers-Ukrainians, as well, realize the importance of social values in managing international projects. Analyzing the necessary qualities of a manager of the INGO, the Ukrainian respondents outline the following: leadership, liberal arts education, flexibility, diplomacy, the experience of work or study abroad, cross-cultural competency, linguistic competency.
A summary of the manager's role is reflected in the interview quote below: "The leader should be in 1 -2 steps ahead of all the civic society and to be able to pull and push forward the followers. It is essential to understand cross-cultural distinctions. The manager leads the project, the projects is financed by the main office of which are in America, England or Germany. It is very important to be able to understand distinctions, differences in cultures. The misunderstanding between two parties as a result of different views, cultures and values also frequently arises due to the fact that our societies are still at the different levels of cultural development" (V.S., top manager).
The concept of leadership is widely spread in the INGO management. The INGO projects are often aimed at identifying regional "self-made leaders" who can transform the local environment. Self-confidence as an indication of individualism is a characteristic feature of the American culture and it is supported and is encouraged. American concept of leadership is based on the development of self-confident people motivated with individual achievements. Self-confidence, which is intended to be seen in the leaders, is not the superiority above others, but the superiority above circumstances and their own weakness.
Ukrainian respondents identified flexibility, high level of adaptiveness to the changes of the environment and social changes as another important characteristic of high professional competence of an INGO manager. A quote below provides good explanation: "Flexibility is a very important quality of an INGO manager. By flexibility I mean not only an ability to adapt in the cultural sense (to the factors that we call ethnical, cultural diversity), but also flexibility as an ability to react to the rapidly changed circumstances". (O.H., top manager).
Ukrainian respondents also consider liberal arts education, internships abroad and believe in social values of work to be important factors for successful work of an INGO manager. "In my opinion, it is preferable very much to have some high education (to complete a specialist degree, a master degree or to be a PhD) in one of the fields of social sciences and humanities. It is important for a manager to know specifics of INGO management sphere, besides that one must have essential abilities to manage. I believe that an INGO manager should have experience with work for some time in the West or study at some university abroad…" (S.Z., top manager).
Key specifics of work of an INGO manager, the main purpose, values and the tasks o from the standpoint of Ukrainian managers of the international third sector are clearly displayed in the following fragment of an interview: "It is important to be overall well rounded (it often comes along with the liberal arts education), while working in the sphere of the INGO, it is important to have some kind of international experience for a project manager, it is important to understand a specific character of management of the personnel in the given sphere, where financial compensation is not the primary motivation for the employees. High ethical and moral life standards are another important characteristic feature for a manager. Ability to speak a foreign language, English or another commonly used foreign language, is of extreme necessity, as the project implementation completely depends on the communication with the head foreign office. Work in the sphere of the INGO management is a big diplomatic responsibility. Each time when meeting foreign colleagues it is important to present the country (Ukraine) properly, it important to know its history and the main social and cultural paradigms. In addition to all those, a manager should understand the essence of the third sector management, should remind the employees that they work for the common mission, for the common purpose and that each of them by their individuality supports the development of their country." (E.V., manager):
Results
Based on the research results it is possible to sketch a professional competency profile of international managers of the third sector in Ukraine.
Primary skills for INGO management are: leadership skills; high communicative skills (the ability to listen, the ability to present own point of view); linguistic competence (spoken and written knowledge of the language of the local region); the knowledge of the cultural specifics of a particular region (its history, cultural dimensions, social structures); tolerance (respectful attitude to the cultural traditions); diplomacy.
In order to achieve the mission of INGO the project, managers should have high level of communicative competence and cross-cultural sensitivity. Communicative competence is viewed as an ability to interact with the colleagues on the basis of the experience and education, knowledge of the symbol systems used in the communication and the rules of their functioning in different cultures. On top of this manager should be able to choose and implement the programs of verbal behavior depending on the situation, subject and communicative needs of the participants before and during the interaction. 
Implications for Research and Practice
This study offers an 'ideal model' of competencies based on perceptions of the INGO managers. Even though our current findings show only perceptions of managers, future research could include the characteristics of individual differences, such as self-monitoring, ethnocentrism, and social identity as factors that may influence the formation and enhancement of competencies. Future research can also examine levels of Cross-Cultural Adaptability of the INGO managers in Ukraine (CCAI: Kelley and Meyers, 1995) -the most widely used scale for assessing the cross-cultural competency (Paige, 2004) . We recommend for the future research to extend our findings by examining additional elements of the framework with Cultural intelligence (CQ) survey of the INGO managers. CQ can identify improvement predictions of effectiveness of operations (Earley, & Ang, 2003) . Moreover, this study has important implications for intercultural training of the INGO managers, focusing on transition from declarations to actions and competencies based on the shared values.
Limitations
As any research, this study has limitations. The first limitation is the geographical scope of our contexts (US-Ukraine). Future research should consider additional settings. The second limitation deals with the declarative level of perceptions of the respondents.
It is necessary to take into account that interview data only allows us to reveal a declarative level of perception of work of the INGO, as to a large extent, respondents expressed an 'ideal model' of the crosscultural experience and the cross-cultural communication.
Nevertheless, both the western and Ukrainian INGO managers demonstrated similar understanding regarding co-operation format of the expats and local specialists during implementation of the international development projects in Ukraine.
In such a situation of mutual agreement about 'ideal model' of crosscultural interactions between Ukrainian and western managers in INGOs turns out to be possible mainly due to the high level of cultural competence of both parties and recognition of the importance of the communication and cultural awareness.
However, in sociology the phenomena of discrepancy (gap) between the verbal (formed due to the value preferences) and actual behavior of the social is well known. This declarative level was also taken into consideration within data analysis of research findings (Buko, 2009) . In practice, the discrepancy is observed between the declarative and actual (behavioral) variant of acceptance of a particular value in the work of the managers of the INGO -the western scientists define it in the terms 'practical conformism vs. rhetorical conformism'. In spite of liberal education, a well-demonstrated system of ethical values and linguistic competence of the western managers, at the behavioral level there are certain discrepancies (Buko, 2010) .
Conclusion
In sum, the results of this study offer a baseline for cross-cultural management competency model. Three level framework is based on thee areas: communicative competence, intercultural competence and linguistic competence. This pattern of competencies is the first step toward enhancing the quality of the work of the INGO managers in Ukraine. The results also suggest that the competency model has important implications for practice -especially for selecting, training and developing a qualified workforce in the international nongovernmental organizations.
